Diagnosis of Gender Parity in Universities: An Indicator-based Analysis by María Jesús Morales Caparrós et al.

rusc vol.  no  | Universitat Oberta de Catalunya | Barcelona, July  | ISSN -X
http://rusc.uoc.edu
María Jesús Morales Caparrós,  
María José Luna Jiménez and Ana Isabel Esteban Pagola
Abstract
The aim of this study is to assess, using a series of gender indicators, the impact that gender policies contained 
in Spanish university regulations and strategic plans have had on the current situation of female members of 
university teaching and research staﬀ.
To that end, the evolution of the teaching and research staﬀ (PDI) at a particular university over the last ﬁve 
years has been analysed. We shall take this university as a point of reference in order to extrapolate the results and 
conclusions to all other Spanish public universities.
The results show that there are still more men than women on the university’s main representation and governing 
bodies, who are directly responsible for decision-making at the university. Likewise, it is found that such inequality 
manifests itself signiﬁcantly when diﬀerentiating between elected positions and freely appointed positions, thus 
corroborating our hypothesis that gender parity as demanded by the current Spanish university regulations is more 
apparent than real.
This supports the idea of a need to establish equality policies and strategic equality plans at all Spanish public 
universities, aimed at rectifying the inequality that still exists.
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 1. Research article by the SEJ 168 group of the Autonomous Government of Andalusia.
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1. Introduction
We need to situate women in the university setting as stu-
dents in the second half of the 19th century, who almost 
anecdotally had to struggle and ﬁght for the right to an 
education. Today, with the mass incorporation of women 
into university classrooms, the situation has undeniably 
changed. However, once they get their qualiﬁcations and 
join the labour market, diﬀerences continue to manifest 
themselves – to a lesser or greater extent – in various oc-
cupational areas. 
Several studies (Touchon et al., 1993; Chamberlain, 
1988; Sandler, 1986) show that even though there is no 
obvious gender inequality in terms of university admission 
or during university courses, the same cannot be said of 
university careers. In other words, the disadvantage be-
comes more obvious in the post-university period. 
Regarding promotion, Jacobs (1996, pp. 153-185) 
shows that women have been at a disadvantage at every 
stage of a university career in every country across the globe, 
and that clear gender inequality has existed at the highest 
levels of university administration (Sagaria, 1988; Sturnick 
et al., 1991). In the United States, for example, Graham 
(1978) suggests that the radical exclusion of women from 
Ivy League2 institutions – a point of reference for higher 
education worldwide – actually damaged the position of 
women in universities in general.
The attainment of eﬀective equality between men and 
women in our society is brought about by contemplating 
public policies that have a direct impact on gender inequal-
ity. For the purposes of policy development, it is essential 
to have necessary and suﬃcient information available to 
demonstrate the existence of such inequality.  If inequality 
is not seen and not quantiﬁed, it is not perceived to be a 
problem and, therefore, the need to take action to remedy 
it cannot be appreciated.
Thus, for some years now, equality policies have had 
a transversal or gender mainstreaming focus (Lombardo, 
2004). Consequently, they impact on the development of 
all policies and processes – at every level and at every stage 
– by the stakeholders usually involved in the adoption of 
remedial measures (this has been institutionalised in Eu-
rope since 19963). Marked by Beijing, the development of 
gender mainstreaming strategy requires the incorporation 
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Resumen
El objetivo de este estudio es evaluar, a través de una serie de indicadores de género, la repercusión que las políticas de género, 
contenidas en la normativa universitaria y los planes estratégicos, han tenido en la situación actual de las mujeres pertenecientes al 
colectivo del personal docente e investigador de la universidad.
Para ello se analiza la evolución de la plantilla del personal docente e investigador (PDI), a lo largo de los últimos cinco años, 
en una universidad que se toma como referente, para posteriormente extrapolar los resultados y las conclusiones obtenidos al resto de 
universidades públicas.
Los resultados indican que aún hay una presencia mayoritaria de hombres en los principales órganos de gobierno y representa-
ción de la universidad, responsables directos de la toma de decisiones en la misma. Se observa, así mismo, que dicha desigualdad se 
maniﬁesta signiﬁcativamente cuando se diferencia entre cargos electos y cargos de libre designación, lo que nos corrobora la hipótesis 
de que la paridad exigida por la actual normativa universitaria es más aparente que real.
Esto apoya la idea de la necesidad de establecer políticas de igualdad y planes estratégicos de igualdad en todas las universidades 
públicas españolas, dirigidos a corregir las desigualdades que aún se producen.
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 2. A group of eight of the oldest and most prestigious private universities in the north-east of the United States.
 3.  Communication from the Commission of 21 February 1996 “Incorporating equal opportunities for women and men into all Community policies 
and activities”, COM (96) 67 ﬁnal - Not published in the Oﬃcial Journal.
  <http://europa.eu/legislation_summaries/employment_and_social_policy/equality_between_men_and_women/c10921_en.htm>
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of the gender perspective at every stage and at every level 
of policy development in order to induce the generation of 
social changes to achieve greater equality between men and 
women (López et al., 2001, p. 17).
Information designed and produced from a gender 
perspective has shown itself to be a basic, essential instru-
ment for revealing the reality of relationships that men and 
women establish. It also constitutes a criterion of analysis 
of the economic, political, cultural, social and historic real-
ity that permeates all areas of daily life, allowing us to see 
and reveal the inequality of representation, presence and 
recognition between men and women in any of these areas 
(Guil Boza et al., 2005, p. 15).
Over the last decade, gender has been conceptualised 
as a social phenomenon in that it constitutes an institu-
tionalised system of practices capable of dividing society 
into two large, distinctive categories that organises rela-
tionships in an unequal way on the basis of that diﬀerence 
(Ridgeway et al., 2004).
There are some studies on participation in management 
and decision-making in the university setting (Tomás et 
al., 2009; Johnsrud et al.; 1994; Denton et al., 1993), which 
subsequently progress towards gender relationships or 
budgetary analysis from this perspective (Arango, 2006; 
Martínez, 2007). 
For some time now, there has been no obvious gender 
inequality as far as the workforce of Spanish universities 
is concerned. However, all studies referring to participa-
tion in management and decision-making in the university 
setting (Tomás et al., 2009; Johnsrud et al., 1994; Denton 
et al., 1993), and those based on budgetary analysis from 
this perspective (Arango, 2006; Martínez, 2007; Martínez, 
2008) show that posts with greater responsibility and so-
cial prestige continue to be occupied mainly by men. 
The term coined in the 1980s to describe this phenom-
enon was glass ceiling, which very clearly deﬁnes the subtle 
and invisible nature of the process. According to Guil Boza, 
its existence is discernible when looking at the ﬁgures and 
the complaints made by some women who aspire to go one 
step up on the promotion ladder yet, despite their suitabil-
ity and the absence of any other rational explanation, do 
not manage to do so  (Guil Boza et al., 2005, p. 16).
In universities, this glass ceiling is highlighted by the 
proportion – or disproportion – of women and men who 
reach chair level, as described in the report Académicas en 
cifras 2007, which shows that there is indeed an obstacle 
for women that cannot be explained on grounds of merit 
or academic excellence, but rather by a gender bias still ex-
isting in the Spanish university system.
The aim of this study is to assess, using a series of gen-
der indicators, the impact that gender policies contained in 
Spanish university regulations and strategic plans have had 
on the current situation of female members of university 
teaching and research staﬀ. To that end, the evolution of 
teaching and research staﬀ (PDI) at a particular university 
over the last ﬁve years has been analysed. We shall take 
this university as a point of reference in order to extrapo-
late the results and conclusions to all other Spanish public 
universities.
2. Methodology
In order to carry out our study, an analysis was done of 
the various parameters included in the human resources 
subsystem, in turn included in the management system 
called ERP Universitas XXI-Económico.4 The system incor-
porates diﬀerent subsystems for information management, 
one of which is “UXXI_RRHH”. It is used to automate 
human resources management and therefore contains in-
formation about the evolution and current situation of the 
workforce.
Using a quantitative methodology, the most relevant 
PDI data for our study were extracted from the system. As 
a consequence of that study, signiﬁcant attributes for cat-
egorising the information that we required were identiﬁed:
•  Name: this allowed us to categorise the various pa-
rameters analysed in our study by the “gender” at-
tribute.
•  Grade: this allowed us to get information about the 
diﬀerent types of PDI forming part of the workforce 
of Spanish public universities (full university pro-
fessors, tenured university lecturers, full university 
school professors, tenured university school lecturers 
and contracted lecturers). 
•  Hours: this allowed us to categorise each of the 
grades studied in accordance with the number of 
hours worked (full time and part time).
•  Post: this allowed us to get information about the 
post occupied by each member of the PDI. The fact 
that a member of the PDI holds an academic or 
management post also implies the occurrence of a 
 4. Applied in more than 100 universities in Spain and Latin America. 
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pay item associated with it, which is essential for the 
elaboration of budgetary indicators. 
The time intervals were limited to the academic years 
shown below, and information referring to them was ob-
tained. The interval limit was deﬁned as the 30th Septem-
ber for every year except the last one, which was deﬁned as 
the date when the information was actually obtained. The 
number of registers we used in our study was:
•  1,996 for the 2004-2005 academic year
•  2,093 for the 2005-2006 academic year
•  2,108 for the 2006-2007 academic year
•  2,226 for the 2007-2008 academic year 
•  2,337 for the 2008-2009 academic year
Regarding other data, such as those relating to the 
composition of management bodies or budgets, these were 
obtained from the university’s website.
The fundamental instruments for doing the diagnostic 
analysis of the evolution of the PDI workforce over the last 
ﬁve years were gender indicators. The elaboration of indica-
tors involves translating a complex reality into a common 
numeric language, validated and accepted by everyone, that 
provides an image that can be interpreted and understood 
anywhere, anytime. It should allow comparisons to be made 
in order to detect factors that, in each context, intervene in 
the deﬁnition of the phenomenon being analysed (Sabaté 
et al., 2007, p. 20).
As the basis for the deﬁnition of gender indicators, 
those proposed in the Draft Catalogue of Indicators for 
the Spanish public university system were taken.  However, 
since a breakdown by gender is not contemplated in that 
document, it makes it impossible to get a clear view of the 
situation of women in universities. Consequently, we made 
two proposals: ﬁrst, to perform a breakdown of the human 
resources indicators by gender (Table I); second, to extend 
that proposal to a series of additional indicators in order to 
get a more complete view of the reality (Table II).
Regarding the analysis of the representation and gov-
erning bodies, the study was limited to the last two man-
dates of the university’s governing team so that a compara-
tive analysis could be done between them.
In order to achieve a suﬃcient degree of homogeneity, 
we considered it expedient to establish uniform criteria by 
deﬁning common indicators for this section, aware of the 
fact that election dates for certain bodies do not coincide. 
Despite that, the aim was to highlight two orders of ideas 
that we wanted to signify:
•  The participation of women in diﬀerent decision-
making bodies.
•  The evolution of that participation, that is to say, if 
the situation of women at the university analysed has 
signiﬁcantly changed. 
To that end, we deﬁned two indicators as shown in 
Table III, one referring to the participation of women and 
Table 1. PDI indicators by gender. Own elaboration.
DENOMINATION CALCULATION MEANING
1.1. Female full-time PDI Numerator: Total female full-time PDIDenominator: Total PDI
Indicates the degree of female lecturers 
working solely for the university.
1.2. Male full-time PDI Numerator: Total male full-time PDIDenominator: Total PDI
Indicates the degree of male lecturers 
working solely for the university.
2.1. Sole employment of female PDI Numerator: Total female full-time PDIDenominator: Total female PDI
Indicates to what degree female lecturers 
work solely for the university.
2.2. Sole employment of male PDI Numerator: Total male full-time PDIDenominator: Total male PDI
Indicates to what degree male lecturers 
work solely for the university.
3.1. Female civil service PDI Numerator: Total female civil service PDIDenominator: Total PDI
Indicates the degree of stability of female 
lecturers over the total workforce.
3.2. Male civil service PDI Numerator: Total male civil service PDIDenominator: Total PDI
Indicates the degree of stability of male 
lecturers over the total workforce.
4.1. Stability of female PDI Numerator: Total female civil service PDIDenominator: Total female PDI Shows the stability that women reach.
4.2. Stability of male PDI Numerator: Total male civil service PDIDenominator: Total male PDI Shows the stability that men reach.
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one referring to the participation of men, with the idea of 
establishing whether there are any diﬀerences between the 
genders.
To complete the study, and as part of the qualitative 
methodology used, we also used the technique of gather-
ing information through interviews with key informants, 
such as vice-rectors, deputy general managers for human 
resources, university teaching staﬀ directors, quality unit 
directors, etc. In-depth interviews are, as stated by Mer-
cadé (1986, p. 299), an optimum resource for obtaining 
the desired information. Holding these interviews pro-
vided us with relevant information about the situation of 
women in universities, such as shortcomings, the needs of 
women forming part of the workforce, the perception of 
direct and indirect discrimination, equality gaps in uni-
versities, etc.
Finally, an interpretative approach was taken to the 
question studied through an analysis of various documents 
that ought to serve as a guide, thus establishing the guide-
lines to enable us to deﬁne the various critical indicators 
Table II. Proposal for expanding PDI indicators by gender. Own elaboration.
DENOMINATION CALCULATION MEANING
5.1. Female civil service PDI by grade 
Numerator: Total female PDI by grade (FUP, TUL, FUSP, TUSL)
Denominator: Total civil service PDI
Indicates the professional grade of 
female teaching staﬀ over the total 
civil service workforce.
5.2. Male civil service PDI by grade 
Numerator: Total male PDI by grade (FUP, TUL, FUSP, TUSL)
Denominator: Total civil service PDI
Indicates the professional grade of 
male teaching staﬀ over the total 
civil service workforce.
6.1. Distribution of female civil service PDI by grade
Numerator: Total female PDI by grade (FUP, TUL, FUSP, TUSL)
Denominator: Total female civil service PDI
Indicates the workforce 
composition of female civil servants.
6.2. Distribution of male civil service PDI by grade
Numerator: Total male PDI by grade (FUP, TUL, FUSP, TUSL)
Denominator: Total male civil service PDI
Indicates the workforce 
composition of male civil servants.
7.1. Female contracted PDI by contract type 
Numerator: Total female contracted PDI by contract type (temporary 
part-time lecturer, temporary lecturer, trainee lecturer, contracted 
doctor lecturer, emeritus professor, tenure-track lecturer, supply lecturer, 
researcher, others)
Denominator: Total contracted PDI
Indicates the type of contract of the 
female teaching staﬀ over the total 
contracted workforce.
7.2. Male contracted PDI by contract type 
Numerator: Total male contracted PDI by contract type (temporary 
part-time lecturer, temporary lecturer, trainee lecturer, contracted 
doctor lecturer, emeritus professor, tenure-track lecturer, supply lecturer, 
researcher, others)
Denominator: Total contracted PDI
Indicates the type of contract of the 
male teaching staﬀ over the total 
contracted workforce.
8.1.
Distribution of female 
contracted PDI by contract 
type
Numerator: Total female contracted PDI by contract type (temporary 
part-time lecturer, trainee lecturer, contracted doctor lecturer, emeritus 
professor, tenure-track lecturer, supply lecturer, researcher, others)
Denominator: Total female contracted PDI
Indicates the workforce 
composition of female contracted 
PDI.
8.2.
Distribution of male 
contracted PDI by contract 
type
Numerator: Total male contracted PDI by contract type (temporary 
part-time lecturer, trainee lecturer, contracted doctor lecturer, emeritus 
professor, tenure-track lecturer, supply lecturer, researcher, others)
Denominator: Total male contracted PDI
Indicates the workforce 
composition of male contracted 
PDI.
Table III. Indicators of participation in governing bodies. Own elaboration.
DENOMINATION CALCULATION MEANING
Relative proportion of women in 
university oﬃcer posts
Numerator: Total female members of 
various governing bodies
Denominator: Total team members
Indicates the percentage participation of women in various 
management teams – rector’s oﬃce, deans’ oﬃces, faculty and 
department directors’ oﬃces, etc. – of the university.
Relative proportion of men in 
university oﬃcer posts
Numerator: Total male members of 
various governing bodies
Denominator: Total team members
Indicates the percentage participation of men in various 
management teams – rector’s oﬃce, deans’ oﬃces, faculty and 
department directors’ oﬃces, etc. – of the university.
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– both qualitative and quantitative – to be considered in 
our research project.5
3. Results
3.1.  Distribution of Teaching and Research 
Staﬀ by Grade and Gender
The results of the analysis of the situation of teaching and 
research staﬀ done using the indicators elaborated for the 
academic years 2004-05, 2005-06, 2006-07, 2007-08 and 
2008-09 are shown as graphs. 
Regarding the degree of sole employment of the work-
force measured using indicators 1.1. Female full-time PDI 
and 1.2. Male full-time PDI, Graph 1 shows that most of 
the workforce works solely for this institution, something 
that is constant over the years. The relative proportion of 
men is signiﬁcantly higher than the relative proportion of 
women. We assume that this is not due to the fact that a 
higher percentage of male lecturers works solely for the 
institution, but that there is a higher proportion of men 
than women on the PDI workforce.
 5.  An analysis was done of the funding model that Andalusian universities and the Autonomous Government of Andalusia signed up to for the 
2007-2011 period, the programme contract that the Andalusian Ministry of Innovation, Science and Enterprise and the various universities signed 
up to for 2008. 
To conﬁrm that hypothesis, we then analysed indica-
tors 2.1. Sole employment of female PDI and 2.2. Sole 
employment of male PDI. 
Graph 2 shows that the percentage of women work-
ing solely for the university is higher than the percentage 
of men. Consequently, if we compare these indicators to 
the previous ones, we ﬁnd that the higher number of men 
working full time is due only to the fact that, on the uni-
versity’s workforce, the percentage of men is higher than 
the percentage of women, thus conﬁrming our hypoth-
esis.










Male FT PDI/Total PDI
Female FT PDI/Total PDI
Graph 1. Indicators 1.1 and 1.2. Own elaboration.
Graph 2. Indicators 2.1 and 2.2. Own elaboration.
Female FT PDI/Total female PDI
Male FT PDI/Total male PDI









After analysing the majority composition of the work-
force, it is then necessary to establish the degree of stability 
of the university teaching staﬀ by gender, using indicators 
3.1. Female civil service PDI and 3.2. Male civil service 
PDI, which, in turn, allows the university’s stability policy 
to be checked. 
Graph 3 shows that, in the most recent academic 
years, the proportion of civil service staff has fallen in 
relation to other kinds of contractual positions that also 
foster a situation of stability. However, even though in 
general terms it may appear that there has been less of 
a fall in the proportion of women, this is not exactly 
true.
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If we establish the relationship for each gender rather 
than for civil servants as a whole, indicators 4.1. Stability 
of female PDI and 4.2. Stability of male PDI show that 
there is a downward trend for both genders, though the 
downward trend for women is more pronounced (Graph 
4). This would lead us to wonder what the reason for 
this might be. Perhaps it is due to the greater diﬃculty 
of achieving stability in the new university teaching staﬀ 
positions established by the LOU (Spanish University 
Regulation Act).
After reviewing the civil service PDI dimension, it is 
considered expedient to distinguish between the diﬀerent 
job grades by gender, using indicators 5.1. Female civil serv-
ice PDI by grade and 5.2. Male civil service PDI by grade.
Graph 5 shows that, in all professional grades, the rela-
tive proportion of men is higher than the relative propor-
Male civil service PDI/Total PDI
Female civil service PDI/Total PDI









Graph 3. Indicators 3.1 and 3.2. Own elaboration. 
Female civil service PDI/Total female PDI
Male civil service PDI/Total male PDI









Graph 4. Indicators 4.1 and 4.2. Own elaboration. 
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tion of women, though these diﬀerences are perhaps more 
pronounced at the higher level, that is to say, the full uni-
versity professor grade.
As in previous cases, in order to get a clear view by gender 
and so as not to dilute the percentages over totals, indicators 
6.1. Distribution of female civil service PDI by grade and 
6.2. Distribution of male civil service PDI by grade show the 
workforce composition of male and female civil servants.
Graph 6 shows that the bulk of the female civil service 
workforce includes the following grades: tenured univer-
sity lecturers and tenured university school lecturers. The 
most signiﬁcant feature is, undeniably, the big diﬀerence 
between full university professors and full university school 
professors, despite the fact that the latter have the same 
grade as tenured university lecturers. 
There is a tendency to attribute the diﬀerence in the 
number of female and male professors to the historic proc-
ess. According to Académicas en cifras 2007, there are few 
female professors because the incorporation of women into 
universities is recent. But this does not seem to be the case 
because, since the 1960s, women have accounted for more 
than 30% of graduates. For example, in 1968, the per-
centage of female graduates was 33.8%. It is a signiﬁcant 
number that should have generated a considerably higher 
percentage of professors than the current one (Académicas 
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To ﬁnish with the composition of the PDI workforce, 
we present, using indicators 7.1. Female contracted PDI 
by contract type and 7.2. Male contracted PDI by contract 
type, the distribution of contracted staﬀ. Graph 7 shows 
that the temporary part-time lecturer position was the 
most common one over the years, though it is tending to 
fall. We understand that this is due to new university leg-
islation, with the consequent change to contractual posi-
tions. This is also shown by the rise in temporary lecturer 
and contracted doctor lecturer positions. 
Regarding the composition of the contracted men and 
women workforces (indicators 8.1. Distribution of female 
contracted PDI by contract type and 8.2. Distribution of 
male contracted PDI by contract type), the percentage of 
men in temporary part-time lecturer positions was found 
to be higher, whereas the trend was the opposite for emerg-
ing contracts, such as temporary lecturer and contracted 
doctor lecturer positions (Graph 8).
3.2.  The University’s Representation  
and Governing Bodies 
The results for freely appointed positions (Graph 9) show 
a considerable increase in the percentage of women form-
ing part of the university’s decision-making bodies, with a 
clear intention of moving towards the principle of parity as 
set out in Spanish legislation. 
Graph 8. Indicators 8.1 and 8.2. Own elaboration. 
Temporary lecturer
CIS Temporary part-time lecturer


































































However, in the rest of the decision-making and gov-
erning bodies, the imbalance is considerable, as shown in 
Graph 10. Regarding the faculty university oﬃcers, faculty 
deans and faculty directors, bearing in mind that they are 
university oﬃcer posts to which people are elected and not 
appointed, we think that this imbalance may be partly due 
to the fact that women still do not put themselves forward 
as candidates for these posts in the respective elections. 
Consequently, it would be expedient to analyse the reasons 
behind the lack of motivation for doing so and, to that end, 
we propose that a survey should be done in subsequent 
projects to detect the potential reasons.
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Regarding the rest of the faculty university of-
ﬁcer posts, their composition and evolution is shown in 
Graph 11. Despite being posts to which people are ap-
pointed that should comply with parity criteria, we ﬁnd 
that although there has been a slight increase, there is still 
obvious inequality, which is very pronounced in certain 
faculties.
Graph 10. Percentage of female/male deans and directors. Own 
elaboration.
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Graph 11. Percentage of female/male vice-deans and assistant 
directors. Own elaboration.
propose that research should be done into the potential 
reasons for this by carrying out an ad hoc survey to help 
us reﬂect on why it is that women do not put themselves 
forward as candidates. 















Graph 13. Percentage of female/male department secretaries. 
Own elaboration. 
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Graph 12 shows the distribution by gender of these 
posts, and once again a considerable imbalance is found 
and, as in the case of faculty university oﬃcer posts, we 
Regarding department secretaries, Graph 13 shows 
a change in the opposite direction. In previous years, the 
participation of women was greater, but now the propor-
tion is lower.
Holding an academic or management post implies 
the payment of an additional pay item associated with 
it. In order to complete the comparative analysis and to 
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underscore the ﬁnancial impacts of the diﬀerences that 
we have just seen, the budget of the university studied 
is broken down by the speciﬁc weight of additional pay-
ments by post. The results are given in Graph 14, which 
show that although there are salary diﬀerences by gender, 
the percentage of pay earned by men holding the various 
posts is still higher. However, there appears to be a slight 
tendency, possibly due to the parity policies promoted by 
the rector’s oﬃce, towards a narrowing of the global gen-
der gap.
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4. Discussion and Conclusions
The workforce of the university studied is formed mostly of 
men, something that is in keeping with the studies carried 
out in the area of public universities in Spain (Académicas 
en cifras, 2007; Datos y cifras del sistema universitario español 
en el curso 2008-2009) and other countries ( Jacob, 1996; 
Ridgeway, 1997; Ranson, 1990). There are several reasons 
that account for a greater presence of men at the university: 
the concentration of men in certain areas of knowledge 
characterised by a high degree of research (experimental 
and technological sciences) or, as has also happened in oth-
er countries, the academic incorporation of a large number 
of women at a time when there was a considerable decrease 
in registration (Slaughter, 1993). 
But this shortage of women is not only quantitative but 
also qualitative, and the academic evolution of women and 
men is outlined by the so-called scissor diagram:  at the start 
of an academic and research career, there are more women 
than men and, as they gradually move up through academic 
and research grades, there are more men and considerably 
fewer women. 
Most members of the PDI at the university are civil 
servants, although there has been a slight decrease in re-
cent years in relation to contractual positions that also lead 
to workforce stability. The diﬀerence between the number 
of female lecturers working solely for the university in 
comparison to men doing the same thing is worth under-
scoring. 
An initial conclusion from the analysis could be that 
when women work at the university, they work completely 
and solely for it, whereas there is a higher percentage of 
men doing other work too.
On the civil service workforce, tenured university lec-
turers are in the majority, followed by tenured university 
school lecturers. The most signiﬁcant feature was the big 
diﬀerence between professors. In the last year of the study, 
women accounted for only 20% of the total. Consequently, 
inequality clearly persists despite regulatory eﬀorts to in-
crease numbers.
Non-civil service teaching staﬀ members, speciﬁcally 
contracted lecturers, are mostly men, particularly in the 
temporary part-time lecturer contractual position. An ini-
tial conclusion could be that temporary part-time lecturer 
positions, set aside for professionals of renowned prestige, 
are taken up by men for whom working at the university 
brings the personal prestige that being a university lecturer 
entails while complementing their professional status and 
their salaries.  
In order to simplify the visualisation of the analysis, 
grouping was done by the additional payment amount by 
post, calculating the percentage represented by the total 
amount of the additional payment by post for women and 
men over item I (staﬀ costs) of the university’s budgets 
over the period studied. 
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The results show that there are still more men than 
women on the representation and governing bodies, who are 
directly responsible for decision-making at the university. 
Regarding freely appointed positions, there is a clear 
tendency towards parity, which is much more obvious for 
university oﬃcers appointed directly by the rector, which 
must legally comply with parity. 
However, in the faculty decision-making bodies – deans’ 
oﬃces and faculty and department directors’ oﬃces – an 
overwhelming diﬀerence is found in the percentage of men 
working as deans and faculty and department directors, all 
of which are elected posts.  This corroborates our hypoth-
esis that gender parity as demanded by current Spanish 
university regulations is more apparent than real and there-
fore needs to be the object of reﬂection and the basis for 
future actions to foster equality between men and women. 
In that sense, we believe it expedient to analyse the rea-
sons behind this fact. Hence it is our intention to complete 
the study using the qualitative methodology technique of 
gathering information through surveys, which will allow 
us to clarify why it is that women do not put themselves 
forward as candidates and to give appropriate answers to 
important questions.
Consequently, it is necessary to develop time and space 
comparative analysis instruments on the allocation of re-
sources in the university system that allow the impact of 
gender policies being implemented at the university and 
gender equality obstacles to be identiﬁed, and inequality to 
be seen where it occurs.  
Analysis using budgetary indicators constitutes a key 
tool for determining the gender impact on budgets in order 
to develop strategies that encourage and make it possible 
for women to access the higher levels of teaching activity 
and the nucleus of practice and of scientiﬁc and techno-
logical innovation in the university setting, all of which are 
based on the consideration that equality policies imple-
mented by the university must form part of that budget. 
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